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provides noncontributory basic or core benefits for health insurance, disability benefits, group term life, pension benefits, and vacations. The cost difference between the core benefits and the benefits provided under the previous benefits plan determines an employee's allotment of flexible credit dollars, which may be used to purchase other benefits. In addition, employees may purchase additional benefits through payroll deductions (unsigned, 1980).
The initial implementation of this program entailed considerable administrative cost and effort. For one thing, since the legal and tax implications were not clear, the company consulted the Internal Revenue Service and the Securities and Exchange Commission so that the plan would be in accord with applicable tax and securities law requirements. Without any existing guide to follow, the company also had to break new ground in deciding what kind of benefits should be in the plan and which benefits should be flexible. (Adverse selection of benefits is a potential problem because claims on particular types of insurance may be prohibitively frequent unless risk is dispersed across a sufficiently large, diverse group.) Further, the company set up an extensive program to explain the options, including the tax ramifications of using flexible credits instead of payroll deductions to pay for optional benefits (American Can, 1980).
Surveys of employees indicate overwhelming approval of the program. The fact that 92 percent of the employees changed their benefits coverage from the prior standard package to the flexible one certainly suggests their willingness to tailor benefits to their individual needs. It also suggests that the existing plan was not as responsive as it might have been.
Since the program does not, and was not intended to, create any direct savings, the considerable administrative tasks involved with setting it up may persuade other companies not to follow American Can's lead. Indeed, the complexities involved with a cafeteria system and the extensiveness of employee data needed simply may be beyond the capacity of virtually all but the largest corporations. There is at least one compensation, however: American Can officials believe that the program offers an effective way to retain good employees and attract new ones. Also, since the plan allows the company to alter option costs and plan design, the company may help control the escalation of benefit costs. Nonetheless, American industry lacks easily adoptable models suitable for diverse corporate settings. The creation of such model programs requires the cooperation of federal regulatory and taxing agencies, insurance companies, and industries themselves. Recent tax legislatione for some extended period to a different pace of life."the companies do require certification from pregnant women's physicians that it is safe to continue working., these results are only available selectively thus far. See, for example, U.S. Department of Health and Human Services (1980).eys. Journal of Marriage and the Family 40(2):.WI-,*1,1. Zellner, H. (1975) The determinants of occupational segregation. Pp. L'S MS m C  H
